ABSTRACT
INTRODUCTION
In the micro approach, human capital is recognized as one of the intangible assets of business organizations where the skills, talents, and knowledge that employees possess are strongly linked to the organizations' strategies and performances (Kaplan and Norton, 2004) .
Consistently, there is a well-proven evidence suggesting that, as one of the many complex human resource practices, employee training, can significantly influence the success of an organization through different channels like learning, innovation, employee motivation, skill upgrading, etc. (Delaney and Huselid, 1996; Sung and Choi, 2014) .
Reviewing the relevant literature, training can be defined as a planned organizatio na l learning activity which is systematically planned to bring about permanent changes in an individual's knowledge, attitudes, competence, or skills (Hanaysha, 2015; He et al., 2017) .
Gains of businesses from training can be directly by increasing the employee achievement or indirectly by making employees more satisfied with their jobs that together increase the overall productivity (for further discussion in different perspectives, see Acemoglu and Pischke, 1998; Arnold and Davey, 1999; Tamkin, 2005; Page and Hillage, 2006; IES, 2010 , He et al., 2017 .
These suggestions shed light on further directions and burden new functions to the human resource management departments in organizations. It is now well-understood that human resource managements do not only capture the practices selecting, hiring, evaluating, rewarding, promoting, and firing employees but also they need to train them. Training updates and upgrades employees' skills and knowledge that help them master their duties and responsibilities in their current and future roles (Delaney and Huselid, 1996; SHRM, 2016) .
There are three primary suggestions that motivated this study: First, productivity is one of the crucial goals of business organizations. Second, employee training has a direct contribution to productivity and third, training increases job satisfaction and achieve me nt motivation levels of employees. The extant literature has developed with the studies examining the effects of training on organizations and employees. One earlier strand of a great number of studies testing the validity of these linkages with a comprehensive approach, has been interested in the effects of training investments on the organizations like overall organizatio na l performance, capacity utilization, sales, profit, etc., while some others have been investiga ting the effects of training on employees' conditions like the compensations, skill premiums, promotions, careers, performance appraisal, etc. (Bartel, 1995; Black and Lynch, 1996; Acemoglu and Pischke, 1998; Savery and, 2004; Alhejji et al., 2016) . The studies on both organization and employee sides, in general, support the evidence that organizations offering formal training programs gain more than those with no formal training. Furthermore, the organizations training their employees gain more than they invest. These conclusions indicate that no one losses from formal training and, hereby, supports 'train to gain' phenomenon (Black and Lynch, 1996; Tamkin, 2005; HCCPA, 2010; Stone, 2012) .
This study, purposing to explore direct and indirect effects of training on employees specifically and on organizations in general for Turkey, is organized as follows: After this introduction, section 2 briefly outlines the theory on the training and its organizational effects.
Section 3 provides some salient evidence of previous studies with different samples from Turkey. Sections 4 and 5 are about analyses and results. The study concludes with a short discussion and several suggestions for both researchers and practitioners in the final section.
THEORY: TRAINING AND ITS ORGANIZATIONAL OUTCOMES
Today's increasingly globalizing working environments requires business organizatio ns to acquire well-educated and trained employees who are capable to adapt themselves rapidly to their ever-changing workplaces where new necessities for businesses have arisen. Consistently, empirically well-supported theoretical framework explains that organizations investing in training programs are able to gain a competitive advantage compared to their counterparts with no training services (Black and Lynch, 1996; Cheng and Ho, 2001; Tamkin, 2005) .
As a growing recognition of the importance of learning organizations, training is the permanent endeavor to teach employees how to do a particular task (Hazucha et al., 1993; Kapp, 1999) . Making an exact definition and classification of the training is very hard and the terms training, teaching, development, education, coaching and mentoring may often be used interchangeably because of the close relationships between them. Employee training is associated with on-the-job skills needed for a particular role. Training can be distinguis hed between general and organizational training (Becker, 1993; Black and Lynch, 1996; Brum, 2007; Konings and Vanormelingen, 2010) . General training (e.g. first-aid training or training on printing a document) embodies explicit knowledge and skills that can be easily learned and obtained by reading or observing with no intended help of others. Organizational training, on the other hand, is about tacit knowledge and skills acquired through intra-organization intended efforts. Organizational training has specific on-the-job training activities (e.g. training on fast assembling the computer components or creating a new software which is to be used for a new product development) that increases the employee productivity and output only at the company providing it (Becker, 1993) . Thus, the term training is widely recognized and labeled as vocational, on-the-job, or professional training.
The crucial necessity of training comes from today's increasing competitiveness of business environment in which technologic progress, productivity measurements, product differentiations, customer expectations, intra-and inter-industry relations, employee motivations, etc. have been changing dramatically. Under this murky working climate, the only certainty is that there are more change pressures than ever before and they affect all of the organizations. In this process, more efficient business organizations are those adapting their employees to these changes. The main instrument for this is training the employees to keep them updated with and ready to the changes (Black and Lynch, 1996; Cheng and Ho, 2001 ) that can be attributed to the diversity training which facilitate positive inter-group interactions and enhance the skills, knowledge and motivation of employees (Alhejji, 2016) .
In order to increase the functionality of workforce, organizations offer training programs in different ways such as technical (job skill) training, business skill training, and personal development training. The methods can be grouped as, instructor-led classroom, one-on-one training, online or computer-based learning, job-shadowing or observation and self-study according to departmental positions and organizational objectives (Schmidt, 2004; Brum, 2007) . Considering employees' daily lives that affect their work performances as well, some employers offer their employees access to financial or investment training designed to make them conscious of personal finance.
This training could include helping employees manage their assets, understand basic financial concepts, save for children's or employees' own educational expenses, and manage debt (SHRM, 2014) . Training activities, regardless the differences in methods, goals, and aspects, have some direct and indirect impacts on employees and organizational outcomes.
Direct Contributions of Training on Personal and Organizational Success
The direct gains of business organizations from training might be summarized as job proficiency, job performance and personal motivation based on time, energy, and money-saving benefits ( Cheng and Ho, 2001) . Therefore, training is usually found stimulating productivity in organizations (e.g. Black and Lynch, 1996; Konings and Vanormelingen, 2010; Hanaysha, 2015) . An organization's productivity is closely related to its technology use. According to Aberdeen Group's study (2012) , one of the greatest direct contributions of training is technology adoption: Organizations with a formal training program are more satisfied with their technology use compared to those without any formal training program. This indicates that general technology investment needs to be accompanied by training programs on user adoption.
The other direct impacts of training are some business management processes and specific business outcomes like accuracy, capacity utilization, and diversity management that are again critical to cost-saving, organizational efficiency, and workforce functionality. All these benefits help organizations reach their goals and enhance their performances and potentials. Kapp (1999) underlines the belief that "the only sustainable advantage an organizatio n will have in the future is its ability to learn faster than its competitors. This competitive advantage can be achieved by transforming the organization into a learning organization". For this reason, today it is seen imperative that organizations need to update and upgrade their employees' talents and skills by teaching and training the workforce for long-term sustainab le competitiveness (Aberdeen Group, 2012 ). This will successively make employees satisfied with their jobs and satisfied employees consequently increase the overall productivity of businesses which is one of the main strategies of them (Benkhoff, 1997; Arnold and Davey, 1999; Owens, 2006; Brum, 2007; SHRM, 2012) .
Indirect Contributions of Training: Job Satisfaction
The indirect contribution of training activities stems from job satisfaction that enhances job involvement and organizational commitment of trained employees (Schmidt, 2004; Aberdeen Group, 2012) . Despite it does not have a general definition, the term job satisfactio n refers to the positive attitudes and feelings employees have about their work. In this definitio n, negative and unfavorable attitudes towards the job refer to the job dissatisfaction. Numerous factors affecting the job satisfaction level can be internal (e.g. the nature of work, security and working conditions, work-life balance, compensation and benefits, attitudes toward supervisors, relations with colleagues, opportunities for promotion, autonomy and independence, training services, etc.) or external (social status and prestige, location, socia l responsibility, ethics, work-life balance, popularity, relationships with social institutions, etc.) (Armstrong, 2006; Christen et al., 2006; SHRM, 2012; SHRM, 2015) . Training services are one of the most important internal factors affecting job satisfaction. This intuitive expectation with specific and local evidence is also supported by global studies (e.g. SHRM, 2012; SHRM, 2015; SHRM, 2016) . Research on the organizational outcomes of training generally seems to be supporting the presence of both direct and indirect contributions of training. In the following section some recent findings of various studies with different samples from Turkey are presented.
RECENT EVIDENCE FROM TURKEY
In fact, training, teaching, coaching, mentoring, or consulting are all about education that helps someone learn something new. Consistently, regardless the differences among them, studies in the multidisciplinary literature sometimes tend to use these terms interchange ab le (McCarthy and Milner, 2013) . Especially several studies (e.g. Berg and Karlsen, 2012) indicate that coaching is a helpful training process. This mixed use makes it difficult to outline the literature. Yet, we present an overview of several studies on Turkey in an order of scope and size, that is, from the broader samples to the specific cases.
According to the pools of Employee Job Satisfaction and Engagement Surveys conducted in various time periods by the Society for Human Resource Management (SHRM) in a cross-country context, including Turkey, job-specific or general training programs are among important factors making employees more motivated to work and more satisfied with their jobs and organizations. However, the degree that employees attach importance to training is higher than that of they are satisfied with training (SHRM, 2015; SHRM 2016; SHRM, 2017) .
This finding implies that businesses do not pay attention to training activities enough, or at least, they cannot make employees satisfied with training.
Using the administrative data set of European Working Conditions and Continuing
Vocational Training Surveys that cover more than 20 000 employees in total and around 1000 employees in sectoral disaggregation from 27 members of European Union (EU) and plus Norway, Switzerland, and Turkey; European Centre for the Development of Vocational Training (CEDEFOP, 2012) confirmed the importance of training for EU industrial policy. The study revealed that sectors, where training is firmly integrated with human resource practices, had both direct gains thanks to higher productivity based on employee skill development and indirect benefits through higher job satisfaction and increased individual commitment to the organization.
Studies reveal that 'do not train' tendency seems to be persistently predominant over 'train to gain' strategy in Turkey. For example, conducting a survey on training and skills development in small and medium-sized enterprises (SMEs) in Ostim, one of Turkey's largest industrial zones in the capital city, Ankara, Elci's study (2011) indicated that the majority of SMEs do not attach importance to training activities. Elci's study (2011) also revealed that most part of businesses does not have a human resources department and even there is not any person responsible for training. Moreover, most SMEs cannot provide an assessment of the outcomes of training which, hereby, explain why the interest in training activities is low. Elci's study (2011) also noticed that the majority of the SMEs consists of family-owned enterprises, those, in general, are not institutionalized and their decisions on training investments depend on the vision and/or willingness of the owners. SME owners tend to think that investment in training is unwise, ignoring the cost-saving and productivity gains reaped of trained employees.
As previously stated, training is, in fact, about education which has influences on job satisfaction. For example, Gürbüz's Study (2007) concluded with a positive relations hip between job satisfaction and education level in a case of 600 employees working in 30 fourand five-star hotels located in several major cities in Turkey. Similarly, Bulut and Culha (2010) used a survey data of 298 participants of four-and five-star hotels operating in Izmir-Turke y and found that all dimensions of training, namely motivation for training, access to training, benefits from training, and support for training had been leading to increases in employee commitment which is closely linked to high job satisfaction.
Based on a sample consisting of 220 employees within the Istanbul Branch of a Social Security Institution in Turkey, Turkyilmaz et al. (2011) found that training and personal development were constituting the most affecting factor of employee satisfaction which is expected to enhance employee productivity. Again, utilizing 229 surveys conducted among employees employed in insurance sectors of Turkey, Kalkavan and Katrinli (2014) 's study found that managerial coaching behavior had positive effects on job satisfaction and organizational commitment. One of the location-and sector-restricted studies on Turkey is that of Koc et al. (2014) .
Analyzing a survey data collected from 200 private sector employees from Osmaniye and Hatay cities of Turkey, they found that, like the other HRM practices (recruitment and selection, compensation and benefits, performance appraisals), training and development increase job satisfaction and organizational commitment. Another specific study is Sormaz and Şanlıer's (2017) . They found positive impacts of compulsory hygiene training given to employees working in the food and beverages services on their hygiene-related habits, behaviors, and knowledge. Güllü et al. (2017) utilized a dataset of 243 questionnaires conducted among employees working at different levels in 21 bank branches located in Kayseri, Turkey, and found that employee participation in training and development programs is important in enhancing employee motivation.
As seen from relevant literature on Turkey, strong evidence on the contribution of training to employee performances and organizational outcomes do not seem to be motivating practitioners enough to invest in training. Furthermore, vocational training programs supported by governmental institutions like the Turkish Employment Agency (İŞKUR) are seen to be mostly restricted to unemployed people only (WB, 2013) . In this study, we investigate the relationship for manufacturing businesses where training is expected to be more important since the sector has more competitive and ever-changing business environment where training is clearly a necessity. Furthermore, besides different demographics like skill/technology intens ity of businesses and job status of employees, we distinguish training between organizatio na l support for training, employee enthusiasm in training, and employee satisfaction with training. Therefore, the study aims to contribute to the relevant literature by providing new evidence from a different sample and approach with new aspects on Turkey.
EMPIRICAL APPROACH

Hypotheses and Models
Because the study aims to seek for the validity of 'train to gain' strategy both directly and indirectly, two hypotheses are constructed as follows:
Hypothesis 1: Organizational support for training, employee enthusiasm in training, and employee satisfaction with training increase employees' achievement and productivity levels.
Hypothesis 2:
Organizational support for training, employee enthusiasm in training, and employee satisfaction with training increase employees' job satisfaction levels.
The first hypothesis is designed to capture the direct contribution (achievement and productivity increases) and the second one is to measure the indirect benefit (job satisfactio n) of training dimensions.
In line with the hypotheses, the regression models to be estimated are as follows:
AaP a a OSfT a EEiT a ESwT e JS b b OSfT b EEiT b ESwT e
Where, AaP refers to achievement and productivity and JS represents job satisfactio n while OSfT, EEiT, and ESwT are training dimensions that respectively refer to organizatio na l support for training, employee enthusiasm in training, and employee satisfaction with training.
The parameters a0 and b0 are constants while e1 and e2 are the error terms of regressions. Finally, a1, a2, a3, b1, b2 and b3 are the coefficients (betas) to be estimated.
Sample and Data Collection
The study analyzes the survey data collected from a semi-randomized representative sample covering 101 managers and 206 non-manager employees from various departments of 34 private manufacturing businesses operating in miscellaneous sub-sectors and regions of Turkey. Most part of businesses is medium-and large-sized and from low-tech basic manufacturing sectors such as food/beverages and textiles. Reflecting the regional business distribution, most businesses are those of operating in Marmara region (see Appendix 1 for detailed information of companies surveyed). Both online and printed surveys, administr ated during the period of December 2016-June 2017, asked respondents to rank the degree to which they agree or disagree with the statements given using a seven-point Likert scale ranging from (1) 'disagree strongly' to (7) 'agree strongly'. The survey language was Turkish that had been professionally translated and sometimes, for better understanding, re-interpreted from Englis h studies in the relevant foreign literature.
Besides main demographic indicators such as age, gender, education, experience and job status, some close-ended demographic questions (adapted from Schmidt, 2004 ) also addressed whether they had been provided any training opportunity, followed by contents, method, and duration of training services they had involved in, if any (see Appendix 2 and
Appendix 3 for detailed demographic statistics of respondents). Even though 109 of 307
respondents stated that they had never involved in any training program, they were also included in the sample as well, to be able to capture the effect of training efficie ntly distinguishing the respondents between training provided and non-provided employees.
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Business & (2004) and some others are developed by the author for the study. Job satisfaction-JS dimens io n measures the satisfaction levels of the employees on the jobs they had been doing. This scale has 7 items derived from Cook et al., 1981 and Hind and Baruch, 1997 . Achievement and productivity-AaP aspect measures effort levels of employees for achievement which consequently leads to productivity growth. This factor intends to capture the differences in incentives between trained and untrained employees. The 7 items representing achievement and productivity level were interpreted from those of Hind and Baruch (1997) . For hindering possible desultory and inattentive responses some items are coded inversely (see Appendix 4 for entire survey design).
ANALYSIS AND RESULTS
In the survey delivered, many items had been scaled from various studies. After surveys had returned, each item was checked for factor loading and best relevancy under three main criteria :
i) minimum loading of .50, ii) no or low cross-loading under the other factors, iii) consistenc y of items loaded under the same factor. Following this procedure, dimensions were totally changed and some items were found redundant. Moreover, in order to hinder psychometr ic inconsistency, the surveys with desultory and inattentive responses checked by adverse-coded items were excluded. After removals and re-adjustment, five scales and 26 items were finalized as seen in Table 1, followed by Table 2 which represents descriptive and reliability (Cronbach's alpha) statistics together with the correlations among variables. In Table 2 , the descriptive statistics reveal that scores range from the minimum (1) to the maximum (7) that lets us capture the whole perceptions spreading between two antithetica l perceptions of employees on the variables. Cronbach's alphas affirm that clustered scale data are reliable to be analyzed. It is observed that job satisfaction and achievement/productivity are highly and positively correlated with organizational support for training and employee satisfaction with training. Positive high correlation (.704) between job satisfaction and achievement/productivity embodies new motivation for future studies. 
Findings From Demographics
There are some noteworthy inferences that independent-group t-test statistics and variance analyses (ANOVA) on demographics reveal: In general, as the business size expands companies more tend to invest in training. Businesses those operate in more skill-and technology-intensive sectors offer more training programs to their employees. However, there is no location and gender effects of training intensity. Furthermore, there is no systematic direction in significances over age and experience groups implying that younger and new employees are trained more or vice versa is not a valid premise in our case. Majority of respondents are those who hold school and bachelor degrees. There is no significant differe nce between these education groups. However, 23 of 30 respondents holding Master's and Ph.D.
degrees stated that they had been somehow offered a training activity in their career paths.
Again, there is no significant differences between groups over current position, working duration at their organizations, and managerial position in terms of involving in training programs. It is statistically significant that companies tend to offer training services to permanent employees more than those who are temporarily employed with contracts.
Answers of respondents to the close-ended demographic questions give some overview of training activities in Turkey. In general, in line with the findings of previous studies, no matter how big they are, any kind of training activities are not common in Turkey's manufacturing companies. Moreover, most employees who have taken a training opportunity think that their organizations do not support training activities strongly. Training is more commonly offered as job skill (technical) training. Job-shadowing or observation-based and online learning-based training methods are more common. Employees mostly satisfied with applicability-to-job of training. Existing employees seem to be enjoying training opportunities more than those who are newly employed in their organizations.
Regression Analysis Results: Testing the 'Train to Gain' Strategy
In order to capture both direct (achievement-based productivity) and indirect effects (job satisfaction) of training in organizations, multivariate linear regression analyses based on the hypotheses and relevant equations were employed in two stages: First, all sample were considered and then only those who have had a training opportunity were included in the sample. Regression results are reported in Table 3 . Nevertheless, high constants indicate that both achievement and productivity and job satisfaction of employees are also affected by the other factors excluded from the study's model.
DISCUSSION AND CONCLUSION
Education and training, in general, may have considerable influences on a person's values, capabilities, attitudes, norms, motivation, expectations, and behaviors. In a micro-le ve l approach, these characteristics that people attain also influence human resources of organizations when they employ these people. Human resource management departments in organizations endeavor to hire employees qualified by what the jobs offered to them require.
Since business organizations aim to have sustained competitiveness in an ever-changing business environment they need to update and upgrade their employees' talents that can be bmij ( Results from regression estimations support both hypotheses strongly that achieveme nt and productivity and job satisfaction measurements are positively and significantly associated with all training indicators, namely organizational support for training, employee enthusia s m in training and employee satisfaction with training. Even this evidence is true for both samples, the magnitudes are higher in the sample covering only trained employees (N:198). Moreover, employees' perceived satisfaction with training is the one that most contributes to direct (achievement and productivity) and indirect effects (job satisfaction). This evidence highlights the importance of delivering training coherently with employees' capabilities and needs. This will make employees more satisfied with training they received.
Overall results underscore the importance of training for the businesses operating in the manufacturing sectors of Turkey. Because it is an efficient way to motivate organizations to invest in training, human resource management departments require transparent business metrics to measure net gains of training activities which also helps hinder injustice perceptions caused by possible conflicts between trained and untrained employees arisen from training expenses and skill premiums of trained employees.
Covering only private manufacturing sectors with a sample restricted to 34 companies and 307 employees is the main technical limitation of the study. The aggregation biases caused by heterogeneous training types, and the lack of adequate variables to serve as proxies for direct (achievement/productivity) and indirect (job satisfaction) influences are main conceptual limitations of the study. The antecedent that individual achievement is about individ ua l productivity and leads to organizational success is not that clear. Moreover, it is observed that, in some cases, employees are unable to determine whether they are offered any training program and/or what kind of training services they participate in. Therefore, the study did not report results strictly on demographic and specific aspects. Considering these limitatio ns, further studies are advised to define training more specifically making a more certain classification and choose a more homogenous sample. Also, studies are recommended to pay more attention that demographics, especially gender, can matter for training impacts. The last limitation is about the scales. High cross-loading ratios and low relevancy of items across the factors reveal that the scales adapted from different cultures have poor psychometric properties. This is more important when the items are factorized by translating them from a differe nt language as in our case. Besides careful translation, we tried to overcome these biases by removing cross-loaded items and replacing them with more localized and interpreted items with higher factor loading. Future studies are advised to adopt scales from similar cultures, and if possible, with the same language. Taking all these into consideration helps in providing clearer policy implications for both business practitioners and researchers.
